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CHAPTER I 
STATEMENT 'OF THE PROBLEM 
1. Nature of The Study __ 
The urge for government. service.-- This study is related 
to the problem of determining'· the factors which influence 
the decisions of workers in private employment to seek a. voca-
tional change by getting into government service. The motiva-
tion for seeking such change maY differ but it exists as a 
· highly significant economic force. It has been apparent since 
the last economic depression during the early 1930's. During 
. the last 20 years a vague~ slowly accelerating but neverthe-
less discernable effort on the part of the older generation 
has been developing to influence the new generation in select-
ing some branch of government service as a depression-proof 
vocation. 
Purpose of the Study.-- The purpose of this study is 
to obtain and analyze the reasons of one group of male workers 
for wishing to obtain a civil service position. 
Specifically~ this inquiry is concerned to answer such 
questions as the following: Are workers who seek public 
employment acting on the advice of a parent or some older 
person? Because of their own experience do they seek finan-
cial or job security only? Are they motivated by the 
1 
prestige or adventure which some job classifications offer? 
What are the indications that vocational guidance has or 
has not influenced the choices of the study group? 
2. Justification of The Study 
Workers in public employment.-- The shif't. of workers 
from private into public employment~ through the medium of 
competitive civil service examinatfons, goes on in a quiet 
and unobtrusive manner. It is gradual, but always on the 
increase. The present all-time high of workers in all 
levels of government service is approximately 6,885,000. 
This total could not have reached its present magnitude 
merely because people wanted such jobs. The expanding 
functions and services of government in all its branches 
and levels have made it possible for more persons to get 
such employment. 
Factors causing recent shift.-- This shift has been 
given a marked impetus in the last five years by the in-
creasingly attractive features of practically all branches 
of government service. Among these factors are higher 
salaries to compare with private employment, a shorter 
work-week, earlier pension retirements, added prestige for 
- many positions~ and other fringe benefits. These added· 
inducements of more recent years, however, have affected 
more the quality o~ applicants than the quantity o~ them. 
Today the quiet young man next door, married and with 
a budding ~amily, is working as a gasoline station attendant. 
Tomorrow you hear that he has been appointed to the police 
department. As a rule, only a ~ew o~ his most intimate 
associates knew the objective he was striving to attain. 
He knew there would be hundrf;'ds trying ~er the ~ew appoint-
ments available. He didntt want many persons, particularly 
his employer, to know about it in case he ~ailed. What 
strong reason in~luenced him to make this quiet e~fort te 
better his position in life in some way which appealed to 
him?· Statistical i~or.mation on such motivatien is n0t 
available. The discovery of the determining reasons which 
provide the greatest impetus to this shifting employment 
status provides the primary justi~ication for this study. 
Added elements o:r justification •. -- However, other items 
of justification may be noted for the clioice of this problem. 
Seme of these are listed as folloWS! 
1. The reasons given :for choosing civil service employ-
ment might suggest some factors related to in~ 
efficiency in the government today. 
I 
I 
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2. ·It might be revealed that there is need for a 
greater guidance effort .. in the high schools which 
would put greater emphasis on attainable government 
jobs at an earlier age. 
3. Attention might be focused on more U.nf:.versal use of 
professional job counseling for adults., who, after 
many years of work, find themseives dissatisfied with, 
or maladjusted to, their present occupation. 
3. Scope and Delimitation of the Study 
Civil service applicants for survey.-- The approach in 
the study was to survey a group of persons who were applicants 
for a representative civil service examination. By repre-
sentative d.s··r!Jeant a test which has a wide appeal, open to 
applicants of a wide age range, and given on a state-wide 
basis. As current applicants for a civil service examination 
it was felt that they would have clear and distinct reasons 
why they were seeking government jobs. In this respect they 
would constitute a better group to survey than a group of 
employees already in civil service jobs. 
There are only two methods of identifying applicants 
for government work who must take competitive tests. Their 
names may be listed in the files of the Civil Service Com-
mission, or they may be found in a school where applicants 
enroll in courses which prepare them for specific examina-
tions. The first source mentioned is unavailable to the 
public for any purpose whatsoever~ In securing a group for 
this study it was therefore necessary to choose a school 
group. A school population is a desirable group to use, 
since such students are more serious in their approach and 
would have stronger motivations than a chance sampling of 
applicants. Of a normal group filing applications with the 
Civil Service Commission, 10 to 15 per cent do not follow 
through and take the examination due to various reasons. 
Certain applicants·file for the test without a firm desire 
to take it, but wish to be~ protected in ·cas·e they finally 
decide to compete~ In other words, all applicants are not 
certain that they want the job at the time of filing applica-
tions. On the other hand, a school population of applicants 
is much more certain of taking the test, although a few drop 
out of the competition for reasons beyond their control. 
Such a population used as a survey group would give more 
valid results because of their stronger drives and unshake-
able determination to accomplish their objectives. As a 
matter of information, about 15 to 20 per cent of the total 
applicants for a large examination usually have the interest 
to take a preparatory course. A lesser per cent would take 
a course for a small examination. 
Choice·of locus for survey.-- The only school available 
to the writer which was of sufficient size and offered a 
variety of.civil service courses was Donohue's Civil Service 
School~ Inc.~ 271 Huntington Avenue~ Boston~ Massachusetts. 
Here upwards of 40 civil service preparatory courses are 
given for city~ state and federal examinations~ and a survey 
group could be selected which would be fairly representative 
of civil service applicants. The writerts connection with 
this s.chool assured the possibility of making the study at 
this school, using as a survey group active students who were 
applicants for a specific examination. 
Choice of survey population~-- The first point to be 
decided was the number of students to use in the survey and 
' from which course or courses they would be chosen. The 
first thought was to survey all students enrolled in all 
courses at a partiaular time in early 1950 when there were 
eight different courses :.in:.:, operation with a total enrollment 
of 1535 students~ male and female. 
However~ this plan was abandoned after some considera-
tion of the large number involved, the heterogeneous 
characteristics of the total so far as sex~ age, variety of 
occupational objectives involving the three levels of 
government, and other differences. The writer thought that 
6 
·e the selection of a group of applicants preparing for one 
examination would give results which would be more concrete, 
and conducive to more accurate evaluation as a homogeneous · 
population. After considering all eight groups of students, 
a decision was reached to use the group of students who were 
applicants for the Massachusetts examination for Motor 
Vehicle Examiner. The minimum yearly salary for this job is 
$3360.00, and the maximum, after 12 years of. service, is 
$3960.00. 
The duties of this position, in general involve the 
following: 
1. ~he testing of applicants for motor vehicle driving 
licenses. 
2. The checking of motor vehicle equipment for corn-
pliance with safety equipment. 
3. The t.investigation of accidents and 'complaints. 
4. The general enforcement of laws relating to the 
operation of motor vehicles. 
Description of the population.-- This group was chosen 
for various reasons. Since the test is open to qualified 
male residents of Massachusetts, a good geographical distribu-
tion would be obtained. Although the salary might not be 
consid.ered high, many applicants are attracted to this job. 
. They must have reached their twenty-first birthday but not 
their fiftieth birthday - an adult age range of 29 years. 
The educational level of the subjects was diversified due to 
the fact that there is no formal educational requirement for 
applicants. They were engaged in a wide variety of occupa-
tions~ since no particular experience is necessary to take 
the test. Nor is there any height or weight limitation. 
An analysis of the residence of the above group of 
state total. Most of the municipalities represented were in 
the Boston Metropolitan area~ with about thirty per cent of 
the survey population from the City of Boston. Students from 
a few distant points~ such as_, Springfield_, Worcester~ Law-
rence and Brockton were in~the group. 
On the whole~ this semi-law enforcement position is 
peculiarly attractive to civil-service minded persons who 
feel that it carries high prestige in its field. Mature 
adults apply for it as cGmpared to most of the other popular 
tests~ and they would be expected to be guided by more readily 
ascertained motives. Considering all the factors involved, 
the writer confidently felt that this survey population fur-
nished, as near as it was possible to obtain~ a fair repre-
8 
sentative sampling of privately employed workers who were 
seeking a change into public employment status. 
4. General Research Procedure 
A check list needed.-- The research procedure, to 
satisfy the purpose of this study, was to construct and ad-
minister an instrument containing a check list of reasons 
why the population surveyed desired to _change from private 
to public employment~- It was necessary that the check list 
enumerate possible and plausible reasons why a representative 
group of workers might prefer government service. A de-
scription of the steps taken to construct and administer 
the check list is contained in Chapter III. 
The instrument administered.-- It was decided to admin-
ister the instrument only to those of the survey group who 
completed-the course, because of a possible lack:of interest 
on the part of those who might drop out before completion. 
This was done by the writer in June, 1951, during his class 
periods with the group to be surveyed, thus affording the 
opportunity to clarify any parts of the instrument open to 
question and at the same time get 100 per cent returns. The 
final instrument was completed by 309 individuals just prior 
to their examination, a time when their urge to make a change 
was at its peak. It was felt that this total would be large 
enough to make the results significant. 
9 
Results evaluated.-- All the data from the check list 
were tabulated and classified to determine what conclusions 
and implications could be drawn from the responses thereto • 
.. 
An analysis of these results would furnish~ in some measure~ 
answers to the questions raised under section 2 above, and 
:point out the important reasons which furnished the motiva-
tion for these applicants. 
............... --------------------~----
CHAPTER II 
REVIEW OF THE LITERATURE 
1. Determining Factors for Original 
Occupational Choice 
The singular status of an adult worker.-- A review of the 
literature discloses that previous research on the problem of 
determining the factors which motivate the decisions of adult 
workers in preferring civil service jobs over private employ-
ment is difficult to find. Our problem here is one of employ-
er choice, rather than of occupational choice. The separation 
of two such choices may not be readily apparent. However, it 
exists. For example, upwards of 3000 persons will apply for 
each of the civil service examinations for the Clerical and 
Stenographic Services. The vast majority of such applicants 
will have been working for many years as clerks and steno-
graphers. They do not seek to change their occupations, but 
they do prefer to follow the same occupation with a different 
employer. Similar illustrations could be made in many other 
cases, such as policemen, firefighters, investigators, in-
specters, social service workers, and even janitors. In fact 
most government job classifications have their counterparts in 
private occupations, and persons were seeking public employ-
ment in their usual occupations long before. the salary levels 
were made comparable to those enjoyed by private enterprige 
,~.1 
................. ----------------~----
workers. 
Many studies have been made, and numerous books written, 
which seek to de-termine the basic factors which prompt indi-
viduals, or groups of individuals, in preferring a particular 
occupation as a life work. The vast majority of this research 
has been done with subjects while they were at a particular 
educational level. In general, these levels fall into three 
classes: (1) secondary school; (2) college; (3) post-gradu-
ate. 
Actually, however, our survey group has made what amounts 
to an occupational choice. The subjects have the':lr goal well 
identified, but this was not accomplished Qy the classical 
1/ 
method so thoroughly expounded by Baer and Roeber.- In this 
method, vocational plann~ng has as its foundation an explora-
tory unit in the secondary school occupations curriculum, where 
the world of work is scrutinized in terms of major occupational 
fields. Consideration is given to school records, special apt-
itudes, personality traits, casual-work experience, and other 
evaluating data. Individual future needs are analyzed, and 
community facilities furnish a working laboratory for experi-
ences. Because of the age range of our study group, with a 
1/ Baer, Max H., and Edward C. Roeber, Occupational Informa-
tion. Science Research Associates, Inc., Chicago, 1951, 
p. 530. 
................ --------------------~----
median of 34~ years, and because of the time lapse since their 
4lt secondary school courses, it is assumed that this fundamental 
beginning had no place in developing the choice which our popu-
lation made. It is unlikely that the occupational information 
available in an exploratory unit included the specific field of 
work chosen by our study group. 
Baer and Roeber, in discussing the choice of OGcup~tional 
1/ 
goals,- place particular emphasis on a 11 triad of processes", 
going back to Frank Parson's work, which involve three con-
current steps in vocational choice. These are appraisal of 
personal traits, analysis of job opportunities, and a matching 
of personal traits with appropriate goals. Essentially the 
feat here is to combine the first two processes so that the 
selection of an appropriate vocational goal will be based on 
the self-appraisal already established. Also involved may be 
the eventual narrowing of choices to one or two specific occu-
pations. Individual counseling is a necessary supplement to 
guidance on a group basis. Further help in the location of 
jobs, and making applications for them, complete a well-rounded 
approach to vocational choice. 
This total procedure, however, is predicated on the neces-
sarily favorable condition that those whom it sought to guide 
1/ Op. cit., p. 559. 
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and counsel are continuously available for processing. Our 
study group perhaps gave little thought to the process of mak-
ing a self-appraisal and attempting to match it with the voca-
\ 
tional goal which they deem appropriate for their future ad~ 
justment. This population represents a sizable segment of 
adult workers which cannot be made to conform to the standard 
methods of vocational guidance as outlined by these authors. 
The decision of this group to seek what to them was an attract-
ive job would maybe have little connection with a self-apprais-
al program. 
The need to face reality.-- In a comprehensive study by 
Ginzberg- on .the factors'· affecting the occupational choice of 
students up to and including those of college level, is found 
an elaborate frame of reference or master plan devoted to the 
attainment of an ultimate, satisfactory occupational choice. 
The groping student may go through s'everal stages of indeci-
sion before his choice becomes ·clear. Typical students in the 
case studies go through the periods of tentative choices and 
realistic choices. Between the ages, .9-f eleven and seventeen, 
the essential determining factors affecting decision are sub-
stantially outside the sphere of consideration, and tentative 
choices are made. In the last phase the student may begin to 
1/ Ginzberg, Eli, and Associates, Occupational Choice. 
Columbia University Press, New York, 1951, p. 95. 
1.4 
shift his thinking from subjective factors to those having 
4lt external reality. 
Ginzberg has classified the three stages of the period 
of realistic choices into (1) exploration~ (2) crystalliza-
1/ 
tion, and (3) specificati6n in his study - of young adults 
through the completion of college. Even after college, emo-
tional or other realistic influences may cause a shift in a 
choice already made. 
In his population, the:t period of time spent by college 
students in the Armed Forces did not materially change the 
2/ 
problem nor the thought necessary to solve it.- They were 
still as uncertain about an ultimate occupational choice after 
the war as they were before. 
Our survey group did not find it necessary to go through 
p. narrowing or elimination "process of closure" in reaching 
its final commitment, the stage of specification described by 
3/ 
Ginzberg.- But it did manifest the best clue to the nature 
of specification by the more or less sudden realization that 
their occupational choice was a specific kind of work. !I 
1/ Loc. cit. 
2/ Ibid., p. 97 
3/ Ibid.~ p. 114 
4/ Ibid., p. 117 
... 
Our survey population was qoncerned with a choice which 
would yield a high level of satisfaction. A large majority of 
the subjects responded to those factors which are external con-
ditions~ such as financial and prestige influences~ while a 
minority were guided by internal forces seeking expressipn. 
In this respect their reasons for occupational choice closely 
. 1/ 
paralleled the findings of Ginzberg in his study.-
The early work years of our survey group~ representing a 
relatively low income class, furnished the exploratory a]J,d 
testing experience necessary for a choice. The specific paral-
lel for an upper incqme group in its learning experience would 
2/ 
be found in college and po~t-graduate studies.-
Significant parallels in group thinking.-- Ginzberg found 
monetary rewards and prestige to be the first or primary signi-
3/ 
ficant ·satisfactions from work.- These two broad areas of in-
fluence placed first and third respectively in the rank order 
I 
of related groups of reasons recorded from our survey group. 
He found that what he termed intrinsic satisfaction was second 
in importance. These inelude the pleasure from the work and 
the accomplishment of specific ends. Our rank order o.f 
1/ Ibid.~ p. 117 
e 2/ Ibid., p. 2=!-4 
3/ Ibid.~ p. 217 
1 !• 
grouped reasons also places this broad concept of motives in 
second position under the caption of Interest and Adventure. 
Within this group were three reasons which placed number 2, 3 
and 5 in the rank order for individual reasons. Next in line 
for his findings, and those of the present study, were reasons 
related to working conditions. It is thus seen that a close 
parallel existed between the thinking of the two survey groups 
one composed of students at various educational levels and the 
other comprising ordinary workers. 
Insight into the problem of intrinsic work satisfaction 
may be retarded by the failure to crystallize occupational 
.Y -
choice at an early age. Continued searching and experimenta-
tion usually engenders discouragement. This behavior on the 
part of some in the population surveyed by Ginzberg indicated 
to him that a satisfactory choice must be the result of a·bal~ 
ance between many components, rather than a preference based 
on a single factor. The frequency count in Table 7, on page 
56, shows that our study group had many reasons for reaching a 
decision. 30 per cent of them selected from 16 to 20 reasons, 
and 28.8 per cent chose 21 to 25 reasons of influence. 
Confirmation of the findings of Ginzberg, is furnished by 
1/ Ibid., P~ 223. 
1/ 
Kitson,- who emphasizes the belief that basing the selection 
of an occupation on one factor only is the most common error 
with young people. He refers to such single factors as econoJ 
ic, social, physical, or moral characteristics of the occupa-
tion. Our survey group, being much older, did not seem to fall 
into this error. By reference to Table 15, page 71, it can be 
noted that 50 per cent of the total population had combined 
responses distributed fairly equal between two groups of 
related factors. These were Financial and Economic and Inter-
est and Adventure. To avoid this common mistake, Kitson sug-
gests that the qualifications of the applicant and the occu-
pational requirements be considered from all points of view. 
Although all features and advantages should be analyzed 
to attain satisfactory occupational adjustment, a compromise 
which gives a happy medium or some degree of balance may of 
2/ 
necessity be allowed.-
Individual fac·tors of influence.-- Hatfield found, in 
his study of the factors accounting for the choice of teaching 
3/ 
as a vocation,- that such factors were many and varied, with 
a wide range of values. ·ae concluded that to some of them 
1/ Kitson, Harry Dexter, How to Find the Right Vocation. 
Harper & Brothers, New York, 1947, p. 69. 
'. 
2/ Ibid.., p. 72. 
3/ Hatfield, Lewis W., Factors Accounting for the Choice of 
Teaching as a vocation. Unpublished Master 1 s 'fhe~ns ..t Boston I 
:University..t 1949, p. 73. J 
could be traced a portion of the ineffectual and mediocre 
teaching existing today. In these two respects 3 the findings 
of this study parallel those of Hatfield. However, some of 
the findings here concerned the inefficiency of government 
employees~ rather than the effectiveness of teachers. 
His findings pertaining to the relative influence of in- ' 
. I dividual factors in maklng the choice of teaching were some- i 
what different in their implications from the reasons selected I 
by our survey group. The student population of the teachers I 
college where his survey was conducted chose factors~ appear-
ing in the first four positions of rank order3 which represent 
intrinsic satisfactions. These commendable factors express 
the thoughts of importance of the work, liking for children, 
and enjoyment of the work in that rank order. The fifth rank-
ing factor was security of employment, which ranked number one 
in our study. The second rank order choice of our group was 
enjoyment of the work, which ranked fourth in his order. Our 
study group, however 3 was rather emphatic in placing financial 
and economic reasons, representing external conditions, in a 
position of primary importance as a broad area of influence. 
Hatfield's survey group of students selected the item 
"Feeling that the work is important", as number one in rank 
order. Our group of adult workers chose the item, nFelt the 
work was importantu as number ten on the rank order table. 
I 
1 
II 
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This wide variance in the relative importance of this identica] 
item is understandable when the life status of both groups is 
analyzed. 
Both surveys warrant the conclusion that there is great 
tudes were of a worthwhile character. A significant commend-
able indication of the type of population used in her survey 
is the fact that adventure was in the last position of rank 
order. Her results thus showed that this factor is of minor 
importance in determining occupational cho~ce. Our study 
g~oup gave it more weight in position 32 of the rank order of 
reasons, which places it two-thirds ·down the list. It was_, 
therefore, given more relative importance by our population. 
Our check list did not contain many of the items found 
among her factors, some of which were rather broad and indefi-
nite. She found that the low index ratings of certain factors 
involving community interest signified a deficiency in the 
1/ Twombly_, Gertrude E., The Attitude of Secondary School 
Students Toward Certain Factors Affecting Occupational Choice. 
Unpublished Master's Thesis, Boston University_, 1950, p. 72. 
social and civic studies of the school program. 
Her population placed high value on monetary rewards. 
These factors, including higher salary and a retirement plan, 
were also·of primary significance with our group. The desire 
for a white-collar job was highly favored by her students, but 
was well down the rank order list in position 39 for the pres-
ent study group. 
2. Factors Causing Occupational Change 
The problem of changing work.-- Occasionally the fact is 
observed that a relative or acquaintance has changed to a dif- I 
ferent job. It is taken as a matter of course that an inci-
dental shift of workers from one job to another is always pres-
ent. Changing economic and social conditions affect the de-
gree or intensity of this shift, and then it may become a phe-
nomenon whic~ attracts more than casual attention. 
The upheaval caused by the end~~<:jf World War II, and the 
21 
dissatisfaction with job, physical or emotional handicaps, ad-
vancing age, intrusion of women workers, and getting fired. 
Persons faced with the problem of changing their work may 
react in different ways. They may run away, give up, rebel, 
1/ 
or work towards a solution.- The obvious thing to do is seek 
a solution and accept the challenge of a vocational problem. 
How to solve t~e problem.-- According to White, the solu-
tion to this problem requires three 
self; (2) inspect the labor market; 
2/ 
steps: (~) inventory your-, 
(3) interpret the data I 
with the help of a counselor.- Whiters comprehensive book on 
changing work is concerned primarily with those persons who 
are out of work and must seek new employment in order to earn 
a livelihood. The solution he offers could well apply to such 
persons. 
For comparison purposes, the population of our study 
group is 99 per cent employed, and they therefore don't seek 
a change for the same reasons as normally would be expected. 
In fact this group prefers and seeks a change in employer, re-
gardless of the occupational change incurred. Although 54 per 
cent were not satisfied with their present jobs, 15 other de-
termining reasons outranked this one. These applicants made 
quiet and, in many cases, almost furtive decisions to seek 
1/ Ibid., p. 4. 
2/ Ibid., p. 133. 
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civil service appointments. In an attempt tq make a change~ 
no so~ution involving self-inventory~ labor market~ or coun-
selor was necessary or desired. 
The following case history of a change in objective made 
1/ 
by one individual is given by White.- It typifies the circum-
stances causing the average civil service applicant to seek 
government employment with no conventional guidance reso.urces. 
The individual in question had reached the end of his 
third year in high school with a long-standing ambition to be-
come ali·; electrical engineer. Of necessity he was practically 
forced to abandon this objective because his low grades did I 
not meet the college entrance requirements. Several months I 
later, walking along a country road, he noticed a care-free 
rural mail carrier. His cousin, walking with him, told him of 
the wonderful job the mail carrier had - short hours, easy 
work, and good pay. It appealed to him, he took the next 
civil service examination and soon after entered the mail 
service. The job had its ups and downs~ in line with summer 
and winter weather~ but he liked it. He bettered his position 
when the service was motorized and went up the ladder to as-
sistant postmaster in an expanded service. He held this ex-
alted position for ten years and then retired. Now he can do 
as he pleases. 
1/ Ibid., p. Iso. 
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Not a bad example of a person achieving satisfactory occu-
pational adjustment, and he apparently did it without benefit 
of~ or need for~ formalized vocational guidance. That's the 
way it happens with most civil service applicants. How this 
case history in White's book illustrates the self-inventory 
step in the solution of a vocational problem is not clear to 
the writer~ but it certainly illustrates the original~ un-
planned approach of the typical civil service applicant to 
occupational choice .• 
It will.be shown in the next chapter how the check list 
was constructed and administered in this study. The selection 
of the items, the preliminary survey, and the dra~ting of the 
final instrument furnish the basic validity o~ the eventual 
results and conclusions. 
•. ~ ' 
CHAPTER III 
CONSTRUCTION AND ADMINISTRATION OF THE CHECK LIST 
1. Selecting the Check List Items 
Three contributing sources.-- It is essential in a 
survey study where a check list is used for the collection 
of meaningful data, that the list of items be sufficiently 
inclusive for the purpose of the study, but still not so 
extended as to become burdensome. Items which were used in 
the development of the .check list were drawn from the three 
following sources: 
1. The writer, from his 22 years of experience in 
teaching, interviewing and contacting civil service 
·applicants, compiled a preliminary list of reasons 
which over the years had been given to him by 
applicants. 
2. Suggestions found in the literature of reasons· 
which influence occupational choice were used to 
some extent. 
3. The writer submitted a short questionnaire to 350 
of his civil service students which gave them an 
opportunity to state in their own words why they 
had decided to try for a government position. 
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None of this group was a part of the population of 
309 to whom the final instrument was given. The 
ques.tionnaire asked for the primary or most important 
reasons., and a secondary reason., if they had one. The 
results of this questionnaire furnished many items for 
the final instrument. 
From the above three sources a check list of 54 possible 
reasons was compiled and incorporated into a preliminary 
research instrument. As a result or a tryout administration 
of this instrument., the list was reduced to 48 reasons, which 
were the ones used in the final instrument. 
2. The Preliminary Survey 
Subjects of the suryey-- In order to try out the check 
' list on a group having motives similar to those expected of 
the group to whom the final instrument was to be administered, 
it was necessary to select civil service applicants for the 
preliminary survey. If possible., it would be more beneficial 
for the survey to have a group which would be critical in 
their approach to the check list. 
It was decided to administer the preliminary instrument 
to a class of 103 students who were preparing for the 
Massachusetts civil service examination for Junior Clerk and 
Typist. The selection of this group was prompted by several 
I~ 
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factors. These students were not to be a part of the final 
survey population, nor were they in the previous group of 
350 to whom the check list questionnaire was given. Their 
reason for wanting a civil service job had very little to 
do with a change in occupation, since practically all of them 
were or had been employed as clerks, typists, stenographers, 
and other office positions. They were more concerned with 
changing from private to public employment. Seventy-five 
PeP cent of the group were females, the age range was from 
17 years to 57 years, and many of them had been in and out 
of various clerical positions over a long period of years. 
Their educational level was relatively high for civil 
service applicants in general. This, coupled with their 
general o~fice experience, gave them verbal abilities which 
would enable them to be more critical of a check list. 
Administvation of the experimental instrument.-- The 
instrument given to this preliminary survey group was divided 
into two parts. The first section contained a statement on 
the purpose of the survey and questions about the student. 
·Under the caption 11Student Background Information 11 , there 
were 32 questions requesting data under the following headings 
(1) personal; (2) educational; (3) employment; (4) general. 
All this took three pages. 
Following this section was the original check list of 
-r-
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54 reasons. In .front o.f each reason were three numbered 
check boxes to indicate whether a particular reason was (1) 
one of the most determining, ( 2) some in.flueiic'e, or. ( 3) no 
influence. Following the 54 reasons were six spaces for the 
free-writing.of reasons which might not have been covered 
in the list. Also, there was a 11 yes or no 11 - question as.to 
the student's opinion on the completeness 'of the check ·list, 
and a space .for him to write in his own words his reasons 
for wanting a government job. The check list part of the 
instrument also used three pages, making a tota'l of six. 
This experimental instrument was given to the above 
descr~bed survey group by the writer during two of his 
classes with them, since the group was divided into two 
class sections. This afforded an opportunity for personal 
supervision of the task. Close observation o.f any difficul-
ties encountered was possible and notes were made on a blank 
instrument for use in later revision.. Unlimited time was 
allowed for completing the check list. 
Defects in the instrument.-- It was immediately 
appaFent that the experimental instrument was too long and 
complicated. Although given plenty of time, the subjects 
seemed unwilling to give the thought necessary to complete 
the 32 questions on background information and tended to 
skip many of them. They also found it too discerning to 
distinguish between three relative effects that each reason 
might have had on their motivation as represented by the 
three numbered check boxes. .A few reasons appeared to some 
·of them to overlap in meaning_, or to be obscure in their 
meanings. 
3. Construction of the Final Check List 
Simplification needed.-- The final step in the construc-
tion of the check list was now apparent. It needed 
simplification and reduction in length. This was a less 
~ 
troublesome step than if it had to be expanded. The major 
·1. 29. 
pruning operation was concerned ·with the first part relative 
to the background information desired on the survey population.1 
On reviewing the purpose of the study, it was felt that a de-
emphasis of such information was warranted. Only enough data 
were needed t9 place the subjects in proper perspective with 
) 
respects to average w~ge earners, and to focus attention on 
·certain factors descriptive of al~ segments of adult society. 
The revision of the list of reasons was relativE11Y simple_, 
requiring only the deletion of a few items. 
Changes made.-- Having determined what appeared to be 
faulty with the experimental instrument_, it was revised to 
) 
its final form by making the following four changes: 
1. In the first section the statement on the purpose 
of the survey was SLmplified, and the questions on 
the background information were drastically reduced 
from 32 to 11 under the single heading of ''Personal 
Data". This was all placed on the first page, whereas 
origin~lly three pages were used. 
2. The check list of reasons was reduced from 54 to 
48 by the elimination of some overlapping and ambiguous 
items. 
3. The check boxes in front of each reason were reduced 
from three to two. The middle box, which indicated 
that the reason had "some influence" on the subject, 
was elLminated. This left Box 1 indicating nno in-
fluence", and Box 2 indicating "one_of the most 
determining reasons 11 • The elimination of one choice 
seemed justified since the preliminary survey indicated 
that the group considered each reason either of no 
consequence or a determining factor. Any middle ground 
for choice appeared superfluous and confusing. 
4. The spaces at the end of the check list for the free-
writing of reasons were reduced from six to two. On 
the preliminary survey no additional reasons had been 
written in, and hence it was felt that two spaces would 
be a possible maximum for anyo~e's use on the final 
draft. The final instrument was four pages instead of 
'I 
,, 
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the original six. 
Sequence of the items.-- Before placing the check list 
items in a final numbered sequence, it was advisable to 
classify all 48 reasons into broad categories, each of which 
would contain related or closely allied reasons. This was 
done and the reasons were classified into eight tentative 
groups. The final sequence of the reasons could now be 
established. They were alternated and scattered throughout 
the list S9 that those assigned to a particular category 
were not closely positioned or juxtaposed. 
It might be mentioned at this point that the purpose 
of scattering the reasons was not accomplished 100 per cent. 
It was later decided to reduce the eight groups to seven, 
with a consequent reclassification of some reasons. This 
resulted in a few items coming in sequence although they 
were in the same related groups. The grouping of related 
reasons and the intention of subsequently analyzing their 
motivating significance was not disclosed on the check list. 
4. Administration of the Check List 
The study group.-- The time chosen as appropriate for 
the administration of the check list to the survey population 
which had been selected as representative was early in July, 
1951. At this time Donohue's Civil Service School, Inc., 
Boston, Massachusetts, had approximately 325 students who 
/-.....· 
were preparing ror a state civil service examination to be 
held on July 20, 1951 for Motor Vehicle Examiner, open only 
to males from age 21 to 49 inclusive. This group or applicants 
is described in general terms above in Chapter I. It was 
felt that this time was appropriate because these were the 
student applicants who were completing a 4 months course anq 
were very serious about taking the civil service test which 
was just before them. 
These students were divided in~o seven sections, and 
the check list, shown in Appendix A, was administered by the 
writer to the students in each section when they reported 
ro~ class on the particular nights chosen ror its adminis~ 
tration. A total of 309 completed the check list. They were 
given ample time during the class period to answer all 
questions on personal data and study all items on the list. 
The recording or their names on the front page in the space 
provided was optional, but very rew omitted them. 
Opportunity was given the subjects to ask questions relative 
to any matter covered by this instrument, but in general 
' 
very little difficulty was encountered. The average time 
necessary ror each section to complete the task was about 
one-half hour. No one objected to completing the items. The 
instruments were collected when all were finished and the 
class continued~ 
CHAPTER IV 
DESCRIPTION OF THE STUDY GROUP AND 
ANALYSIS OF CHECK LIST ITEMS . 
1. Information on Subjects of Survey 
Personal data.-- It seems pertinent at this point to 
analyze and discuss the information about the survey popu-
lation obtained from eight of the eleven questions on the 
face. sheet of the research instrument. These eight questions 
pertained to: (1) age; (2) marital status; (3) veteran 
status; (4) education; (5) employed; (6) usual occupation; 
(7) first civil service test; and (8) vocational guidance. 
The other three questions called for the name~ sex and 
examination to be taken. Since all were males taking the 
same.examination for Motor Vehicle Examiner~ no discussion 
is needed on these three items. 
These eight descriptive factors about the survey group 
seemed adequate~ in the revision of the instrument, to set 
off these applicants in sufficient perspective against the 
mass of ordinary middle-class workers. 
In the interests of brevity five of these eight factors 
have been combined in a composite table. The tabulation on 
these five factors are shown in Table 1~ which gives the 
statistics 0n; (l)) marital status; (2) veteran status; 
(3) employed; (4) vocational guidance; and (5} first civil 
service test. 
Table 1. Personal Data on a Selected Group of' 
309 Applicants for a Civil Service Position 
:Personal Data 
(I) 
Married•••••••••••••••••••• 
Single.; .•••••......•...•••• 
Total •••••• ~ .............. . 
veteran •••••••••••••••••••• 
~'on-Veteran ••.•.••••••••••••• 
Total •• ~•e••~•••••••••••• 
15nlployed •• •••••••.•••••••••• 
Unemployed ••••••••••••••••• 
Total •••••••.•.•••.•••••• 
Had Vocati®nal Guidance •••• 
No Vocational Guidance .••••• 
Total •.••.•...•.••• e ••••• 
First Civil Service Test ••• 
Taken Previous Tests ••••••• 
.. Total ................... . 
Number 
(2) 
218 
90 
308 
-
299 
10 
309 
304 
4 
·mm· 
-
118 
182 
300 
163 
145 
m58 
Per 
Cent 
(3) 
71 
29 
97 
3 
100 
99 
1 
lUO 
39 
61 
100: 
-
--
sas 
47 
100 
Scrutiny of Table 1 discloses some interesting facts 
about our study group. The fact that 218, or 71 per cent, 
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-·· are married indicates that it is a group which certainly bas 
arrived at an adult, serious phase of li.fe with the willing-
ness to accept .family responsibilities. It has reached a 
certain stage o.f maturity~ is settled, and unquestionably 
has strong cDnvictions in desiring to attain a new vocation-
al objective. 
As was expected_, the great majority are war veterans~ 
with 299~ or 97 per cent_, being ex-service men. With only 
10 non-veterans in the population_, this attribute might raise 
the que·stion o.f the group's representative character. 
However~ it must be expected that in any survey of civil 
service applicants~ veterans would predominate the group. 
because of the absolute preference which is granted them by 
law over non-veterans. In all Massachusetts examinations .for 
municipal and state job classifications all veberarrs who 
obtain a passing mark of ~0 per cent or better are placed 
above non-veterans on an eligible list regardless o.f the non-
veteran.1 s' grade.- even if the latter gets ·100 per cent. It 
is readily understood~ therefore~ why so few non-veterans 
compete. IThe .futility of non-veterans competing in this 
particular examination is emphasized by the probability that 
not more than 50 appointments would be made duriqg the 
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-two-year life of the eTI;igible register. 
The figures on the employment status of the study group 
further highlight the maturity, stability and incentive of the 
individuals of which it is composed. A total of 304, or 99 
per cent, are employed in full-time jobs, the occupational 
distribution of which is given later in this chapter. Since 
practically all of these men are working, making a living, and 
nearly three-fourtbs~~ them supporting a family~ one might 
marvel at their incentive in seeking a change in employment. 
Again, their convictions or reasons for so doing must be rather 
potent. Are they victims of vocational maladjustment or even 
disillusionment? The least we can be sure of is that they 
prefer some job other than the one they now have. It is now 
regretted that information was not obtained on the salary 
levels of thmgroup for comparison with the job they seek. It 
is the writer 1 s firm belief, however, from interviewing most of 
them that they would make a monetary sacrifice in becoming a 
Motor Vehicle Examiner for the sake of job security. 
The question on vocational guidance was rather broad and 
indefinite._ It requested simply a 11yes 11 or 11 no 11 reply as to 
whether the respondent bad .ever had such guidance .. J No attempt 
was made to determine when, where or the extent of the 
vocational guidance. Only 118, or 39 per cent, indicated that 
36 
they had had some vocational guidance. To many of them a 
single counseling intervieW 3 with perhaps no testing involved~ 
would constitute vocational guidance. For this reason it is 
felt t~at a small portion of the 118 bad undergone a searching 
and effective guidance program. 
The civil service test which the group was about to take 
was to be the first one for 163 3 or 53 per cent. Thi_s means 
that nearly one-half of the survey population had tried before 
to get government employment 3 and the chances are they will 
try again. Many fellows who have the civil service urge keep 
trying until they 11 score 11 , as they put it. The writer has had 
many s~udents who have taken from five to ten different tests. 
They don 1 t seem to care what the job is so long as it has the 
tenure of a government position. Some have taken several 
examin~tions within a year's time and placed sufficiently high 
on different eligible lists so as to have a choice of 
appointments. 
' Age distribution.-- One of the j?easons for the selection 
of this group of applicants was the fact that this examination 
is open to persons coming within the wide age range of 21 to 
49- years inclusive. This factor helps to make them a 
representative adult population. 
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The age distribution of the subjects of this survey is 
given in Table 2. 
Table 2. Age Distribution of a Selected Group of 
Civil Service Applicants. 
Age Number Age Number Age Number 
I 
(1) (2) (1) (2) (1) (2) 
·21 .... 1 31 .... 19 41 .... 6 
22 .... 9 32 .... 16 42 ... :· 4 
23 .... 12 . 33 ..... 16 43 .... 1 
24 .... 16 34 .... 13 44 ..•. 2 
25 .•.. 31 35 .... 11 45 .... 4 
26 .....•. 19 36 .... 10 46 .... 0 
27 .... 20 37 .•.. 5 4 7 .... 0 
28 .... 20 38 .... 6 48 ...• 0 
29 .... 22 39 ...• 6 49 .... 1 
30. • ... 18 40 .... 9 
·Total 298 
From the table it can be seen that tbe group actually 
showed ages which spanned the possible range of 29 years. 
The number above 40·years tapered off appreciably as the 
maximum age of 49 was reached. Tne median age was 34~ years 
and the mode of the distribution was 25 years~ with 10 per 
cent at that level. 
A tbree-group breakdown of tbe ages sbows tbe following: 
(1) 169 o·r 57 per cent in the 21 to 30 bracket; (2) 111 or 37 
·e per cent in the 31 to 40 ·bracket; and ( 3) 18 or 6 per cent in 
the 41 to 49 bracket. 
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Educational level.-- Perhaps the most significant factor 
about a survey group used for most any purpose would_ be the 
level of schooling achieved by the individuals. These are 
shown in Table 3. 
Table 3. Educational Level achieved by a Selected 
Group of Civil Service Applicants 
Education Level Fre- Per 
in Years Completed quency Cent 
Jl) (2) (3) 
1 - 6 • • • ~ • • • ~ • • • • * 3 1 
7 - 9. $ ••••••••••• 31 10 
1,0 -12 ... ~ ......... 219 71 
13 -16 . ... ~ .......... 54 18 
Total ...•. e•••• 307 100 
The predominant level of 10 to 12 years, which also 
represents the senior high school level~ seems to show that 
the subjects have more education than the average adult in 
this area for the same age range. The median educational level 
was 11 years completed. The extremes of years completed was 
three and nineteen. Strange to relate, the subject claiming 
19 years completion of school was a plumber aged 3D. The 
number who could be classified as being at least hign school 
graduates was 218, or 71 per cent. These showed completion 
of 12 years or more. Seven completed 16 years; presumably 
four above high school level) but it is· not known how many 
hold college degrees. 
Occupational distribution.-- When the various occupations 
given by this survey group are examined closely, it is at 
least surprising to note the wide diversity of the work in 
which they are employed) with 92 occupations listed. 
Considering this, and the fact that 99 per cent are employed) 
the population surveyed are truly representative workers. 
Table 4 gives the rank order of the occupations followed 
by the study group. 
Table 4. Rank Order of the 92 Occupations of a 
Selected Group of Civil Service Applicants 
Rank . Per 
Order Occupations Number Cent 
(1) {21 (3] (42 
1 . . tj.. Automobile Mechanic 38 13 
2 •••• Truck Driver 31 10 
3 •••• General Clerk 19 6 
4 •••• General Salesman 13 4 
5 •••• Machinist 11 4 
6 • • . • Shipping Clerk 8 3 
7 ..• .. Automobile Parts Clerk 7 2 
8 e • • • Electrician 6 2 
9 •••• Chauffeur 5 2 
9 •••• Maintenance Mechanic 5 2 
(Continued on next page) 
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Table 4.(Continued) 
Rank 
Order 
( 1) 
9 . .•. 
10 •••• 
10 •••. 
10 •.•• 
10 •••• 
10 ... . 
10 .... . 
10 •••• 
10 •••• 
10 ...... 
11 •••. 
11 ........ 
11 •••. 
11 ...• 
11 .••. 
11 •.•• 
11 •••• 
11 •.•. 
11 •••• 
11 ••.. 
11 ••.. 
12 •••• 
12 •••• 
12 .... 
12 •••• 
12 •••• 
12 •••. 
12 •••• 
12 .••• 
12 . ... 
12 •••• 
12 •••• 
12 •••• 
12 •••• 
12 •••• 
12 •••• 
12 •••• 
Occupations 
(2) 
Laborer 
Acetylene Welder 
Automobile Body Repairman 
Baker 
Guard (Watchman) 
Laboratory Technician 
Machine Operator 
Meter Reader 
Sheet Metal Worker 
Train Dispatcher 
Assembler 
Auditor 
Automobile Driving Instructor 
Auto Service Station Attendant 
Bus Driver 
Custodian (Property Clerk) 
Electric Repairman 
Leather Worker, Auto Mfg. 
Manager, Food Store Branch 
Radio Re:pairmal'tl 
Stock Clerk 
Able Seaman 
Bartender 
Carpenter 
Construction Laborer 
Draftsman 
Electric Assembler 
Firefighter, City Fire Dept. 
Hoisting Engineer 
Marine Engineer 
Motion Picture Projectionist 
Motor Vehicle Examiner 
Painter 
Policeman 
Post Office Clerk 
Printer 
Steam Fitter 
(Continued on next :page) 
Number 
(3) 
5 
4 
4 
4 
4 
4 
4 
4 
4 
4 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
Per 
Cent 
(4) 
2 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
0.7 
0.7 
0.7 
0.7 
0.7 
0.7 
0.7 
0.7 
0.7 
0.7 
0.7 
0.7 
0.7 
0.7 
0.7 
0.7 
4'.! 
Table 4.(Continued) 
Rank. 
Order 
(1) 
12 .... 
13 .. . . 
13 .. . . 
13 •.•. 
13 .•.• 
13 . .. . 
15 ... . 
13 ... . . 
15 .. . . 
13 .. . . 
13 . .. . 
13 .... 
13 .... . 
13 ... . 
13 .... 
13 .... 
13 .••. 
13 •.•. 
13 .... 
13 ... . 
13 ... . 
13 ... . 
13 ...• 
13 .... 
13 .... 
13 •... 
13 .... 
13 •... 
13 .•.• 
13 ••.• 
15 ...• 
13 ... . 
13 ... . 
13 ... . 
13 ... . 
13 .... . 
13 .... 
r 
I 
·occupations 
(2) 
Watchmaker 
Acid Dripper 
Administrative Assistant 
Apprentice Engineer 
Auto Service Manager 
Bookbinder 
Cabinetmaker 
Car Unloader 
Commercial Photographer 
Coppersmith 
Credit and Collection Manager 
Dental Technician 
Drop Forge Maker 
Dry Cleaner 
Expediter 
File Setter 
Finance Clerk 
Floor Layer 
Grinder · 
Ground Service, Airplane 
Hairdresser 
Hand Plater 
Iron Worker . 
Lineman 
Machine Cutter 
Machine Inspector 
Machine Presser 
Machine Stripper 
Marine Driver 
Meat Packer 
Milkman 
Odd Job Man 
Plasterer 
Plumber 
Broduction Control 
Shipyard Carpenter 
Signal Helper 
(Concluded on next page) 
Number 
{ 3) 
2 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
Per 
Cent 
{4) 
0.7 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 . 
0.4 
0.4 
==============================~rr -· 
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Table 4. (Concluded) 
Rank 
Order 
(11 
13 .... 
13 .... 
13 .•.. 
13 .. .. 
13 ...• 
13 .. ... 
13 .... 
13 •.•. 
Occupations 
Stationa~y Fireman 
Sweeper @.pera tor 
Taxi Driver 
Tool Maker 
Traffic Inspector 
Transportation Inspector 
Warehouseman 
Window Cleaner 
Number 
( 3) 
1 
1 
1 
1 
1 
1 
1 
1 
Total ........................... ~ ....... 295 
Per 
Cent 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
0.4 
99.5 
The first five occupations shown in the table are the 
only ones with over-10 individuals in each. They a~e as 
follows: (1) Automobile Mechanic; (2) Truck Driver; (3) Gener-
al Clerk; (4) General Salesman; (5) Machinist. These occupa-
tions were given by 112 individuals, or 38 per cent of the tota] 
respondents. The two top occupations pertain to automobiles 
and comprise 23 per cent. This is understandable since the 
examination, in part, calls for a knowledge of automotive 
mechanics and attracts persons from that field. 
Occupations classified by the Dictionary of Occupational 
Titles.-- In order to better understand the employment status 
of the workers in the study group, the occupations in which 
they are engaged were c~assified according to the seven Major 
Classifications of the Di.ctionary of Occupational Titles. 
y 
The results are shown in Table 5. 
Table 5. Classification of the 92 Occupations reported 
by a Selected Grpup of Civil Service Applicants. 
D.O.T. Major Classifications, Dictionary Number 
Code of Occupational Titles 
Per 
Cent 
(1) (2) {3) (4) 
0... Professional and Managerial 11 
Occupations 
1... Clerical and Sales Occupations· 13 
2... Service Occupations 8 
3 ••• ·Agriculture, Fishery, Forestry and 0 
Kindred Occupations 
4&5... Skilled Occupations 33 
6&7... Semiskilled Occupations 21 
8&9... Unskilled Occupations 6 
12 
14 
9 
0 
35 
23 
7 
To ta 1 • • • . . • • • • • • • •. ~ • ~ • • • • • . • • ~ • • . • • • . • • • . • ., • • 9 2 10 0 
This table· gives a better idea of how these subjects are 
distributed in the broad fields of occupations into which 
all workers are, classified. Since the individuals in the 
1/United States Department of Labor, Employment Service, 
Dictionary of Occupational Titles, Part I. United States 
Printing Office, Washington, 1939. 
_____________________________ ......... 
study group are seeking a change in employment, it would not 
be expected that 35 per cent of their occupation would fall 
in the skilled category and only seven per cent in the un-
skilled. This factor places these civil service applicants 
on a fairly high level of present earning capacity. 
2. Relative Importance of Check List Reasons. 
Treatment of the data.-- Reference to the check list 
found in Appendix A will show that the applicants surveyed 
were to consider each of the 48 ~easons suggested and make a 
choice as to whether each reason had u(l) no influencen or 
was n ( 2) one of the most determining reasons 11 on their 
decisions to try for a ·civil service job. With only two 
choices open to them~ their check mark for each reason really 
was tantamount to a yes or no preference, with no opportunity 
to express a degree of influence as to each reason. The 
aversion of the preliminary survey group to the necessity of 
discriminating between three choices on the experimental 
check list was what prompted the reduction of choices from 
three to·two. 
The choices made by all the subjects were tabulated for 
all th? reasons. It can be expected that those reasons having 
a check in the number two box (determining reason) would 
· provide an indication as to why these applicants were seeking 
---=== 
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civil service employment. And further~ that the dominant 
reasons~ or those having the greatest number of such checks~ 
would tell us why this study.group decided to try for civil 
service employment. 
When all the checks bad been tabulated~ the totals for 
Box 1 and Box 2 for each of the 48 reasons were compiled. 
Since the primary purpose of the survey was to determine 
what reasons were most potent in influencing these workers in 
their preference for civil service jobs~ the cumulation of 
checks in the number two box were use-d to arrive at the 
conclusions. 
It should be noted here that the population surveyed 
responded to the check list items with an apparent obligation 
to··do a complete job on them.. With 309 subjects to make one 
check on each of the 48 reasons~ a total of 14~832 responses 
should have resulted. Responses numbering 14~762 were made~ 
or only 70 less than a possible maximum. This shows the 
' 
percentage of responses to be 99.9. Of the 14,762 responses 
recorded, 8~428 were checks for Box_l (no influence) and 6,334 
were for Box 2 (one of the most determining· reasons). 
Analysis d:>f the determining reasons.-- It is not the 
intention of the writer to discuss here all of the individual , 
reasons, appearing in the check list. It shou<r.d ber:,adequate 
I 
II 
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for the purpose of the study to comment briefly on those which 
41' seem significant because of their high frequency of mention, 
and on a few which had relatively little influence on the 
group as a whole. The determining influence of the ·remainder· 
e 
is self-evident. ~ study of Table 6, which gives the rank 
order of the 48 most determining reasons, will disclose how 
the survey ·group responded to the cheek list. 
Table 6. Rank'Order of Reasons Given for Seeking Public 
Employment by a Selected Group of 309 Civil 
Service Applicants 
Rank Check Per Cent 
Order List Check List Reasons Number of Items Subjects 
(1~ {2~ (3~ ( 4) (51 
1 . ... 11 Wanted job security for life 286 93 
2 ..... 32 Would enjoy the type of work 285 92 
3 ..... 5 Interested in this field of work 281 91 
4 • ... ·. 14 Wanted present and future finan-
cial security 276 89 
5 •. .. 17 Have a liking for this special-
iz·ed field 268 87 
6 • . . .. 26 Work provides good general wor~-
ing conditions 266 86 
7 • . . . 23 Provides retirement pension plan 248 80 
8 •• •• 30 Wanted steady employment with no 
lay-offs 239 11 
9 .... • • • 2 Wanted job with reasonably good 
salary 233 75 
10 ...• 42 Felt the work was important 221 72 
11 •.•• 45 Provides vacation and sick bene-
fits 206 67 
12 .... 27 Have a desire to serve the public 189 61 
13 •••• 18 Wanted a position of trust 188 60 
14 .... 39 Need steady income to support 
family 175 57 
(continued on next page) 
47 
. 
I 
I 
Table 6 .. (continued) 
Rank 
Order 
Check 
List 
Items 
Check List Reasons 
Per Cent I 
Number of 
(1) (2) 
15.... 46 
16.... 21 
17..... 10 
18.... 37 
19.... 38 
20..... 44 
21.... 33 
22.... 13 
23.... 22 
24.... 16 
25.... 48 
26.... 6 
27..... 28 
28.... 40 
29.... 20 
30.... 24 
31.... 29 
32.... 41 
33.... 4 
34.... 7 
35.... 15 
36.... 36 
37.. . • 25 
38.... 35 
(3) (4} 
Had admiration for persons in this 
field of work 172 
Not satisfied with present kind of 
work· 166 
Wanted job with automatic salary 
increases 165 
Wanted personal satisfaction from 
results of work 163 
Wanted outside work 156 
Wanted regular hours 153 
Wanted a better paying job 139 
No chance for promotion in present 
job 132 
Government jobs are getting better 131 
No labor trouble in Civil Service 112 
Wanted freedom from work monotony 110 
Curious about the kind of work 108 
Salary will give me higher living 
standards 104 
Wanted this kind of work since 
boyhood 104 
Frovides better pay than private 
employment 96 
Wanted prestige of a government 
job 94 
Followed the suggestion of a 
relative or friend 91 
Appeal of excitement of the work 91 
Right to appeal loss of job 80 
Wanted lighter and easier work 70 
Difficult to get satisfactory 
private employment 68 
Work hard to get in private in-
dustry after middle age 64 
Have had success in similar work 60 
Provides opportunity for making 
good personal and business 59 
contacts 
(concluded on next page) 
Subjects 
(5) 
55 
54 
53 
53. 
50 
50 
45 
43 
42 
36 
36 
35 
34 
34 
31 
30 
29 
29 
26 
23 
22 
21 
19 
l~l 
.I 
!i 
'I 
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Table 6. 
Rank 
Order 
(1) 
39 •••• 
40· •••• 
41 ••.• 
42 •••• 
43 •••• 
44 •.••. 
45 •••• 
46 •• ~· • 
4 7 •••• 
48 ••.. 
Check 
List 
Items 
(2) 
3 
31 
9 
19 
47 
8 
34 
43 
1 
12 
(concluded) 
Check List Reasons 
(3) 
Wanted a white collar job 
Only job I think I can do well 
Wanted work close to home 
Was advised by a guidance 
counselor 
Had lack of success in other jobs 
Influenced by poor health 
Took the advice of a teacher 
Tried for this job to accommodate 
a friend 
Desired to follow family tradi-
tion 
Necessary to hold present job 
Total . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . ~ . . . . . . . 
Number 
(4) 
53 
50 
36 
35 
34 
27 
24 
14 
10 
2 
6334 
Per Cent 
of 
Subjects 
(5) 
17 
16 
12 
11 
11 
9 
8 
5 
3 
1 
The first significant fact is that this group of appli-
cants had many reasons for wanting civil service jobs. Forty-
seven of the 48 reasons were chosen 10 or more times, and 45 
were chosen 24 or more times. Also, approximately 43 per cent 
of the total responses indicated determining reasons. 
In noting the first nine reasons in rank order, each of 
which was selected as a most determining reason by 75 per cent 
or more of the subjects, it appears that this group was think-
ing more of its own well-being and personal profit .. than it was 
concerned with an altruistic attitude towards society. These 
49 
nine top-ranking reasons, comprising nearly the top one-fifth 
of all the reasons and representing 38 per cent of all deter-
mining responses, are concerned with job security, steady em-
ployment, good salary, pension plan, financial security, work-
ing conditions, self-enjoyment, and personal liking for the joh 
All of these smack of personal aggrandizement. There are, of 
course, other personal gain reasons scat.tered in other posi-
tions of high ranking. 
To the writer, this high importance placed on a better-
ment of personal status, in which 38 per cent of all determin-
ing-reason responses comes from 19 per cent of the reasons, is 
not at all unexpected. It must be borne in mind that 97 per 
cent of this survey group are recent war veterans, as 
the case in any sample of civil service applicants. 
would be j 
In general 
they feel that they missed many of the good things of life, 
particularly high war-time salaries, while serving in the Armed 
Forces. And that now, getting along in years with families to 
support and with the hope of peace and security for which they 
fought, they must strive for a goal which, to them, provides 
the ordinary comforts of life. So who could question the 
motives which established this rank order, so top heavy with 
preferences which stress personal and monetary rewards rather 
than social service? 
These fellows who seek law-enforcing positions are, as a 
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whole~ a rather hard-bitten crew on casual observation. But 
It underneath the shell of defensive suspicton~ they are found to 
be serious-minded~ ambitious gentlemen. Their military service 
has had a sobering~ maturing effect on them and has instilled 
the quality of dependability into them. This survey group is 
99 per cent employed~ It cannot be said that they don't recog-
nize the necessity for work. · In fact they want steady work 
the rest of their lives. That presumably is why number one in 
the rank order of reasons was nwanted job security for life 11 ~ 
with 286~ or 93 per cent~ of the total selecting that factor. 
The second and third reasons were very close in frequency 
of mention to the first. Item 2~ nwould enjoy the type of 
work 11 ~ was only one response behind with 285, or 92 per cent of 
the respondents. Enjoyment of one's work is a commendable mo-
tive, even though it is for his own pleasure only. Item 3, 
ninterested in this field of worku, was chosen by 281, repre-
senting 91 per cent. If people enjoy and are interested in 
their work, you can usually be sure that it will be well done. 
It is not until we·\' come to item 10 of the rank order do 
we find a reason, 11Felt the work was important 11 , which signi-
fies a motive outside a broad_ concept of personal gain. Two-
hundred twenty-one, or 72 per cent, of the, respondents chose 
this reason. This is the same reason, with about the same 
percentage of respondents (71), that was number one in the rank 
Bostoo UnNersn:y 
Sch~ of Education 
Library 
.....,.;;~. . ,.;-
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order of reasons for selecting teaching as a profession as re-
1/ 
ported by Hatfield- in a student survey. The same percentage 
of the individuals in both surveys had this motive. To our 
survey group it was secondary, to the other it was the primary 
factor. The background, ages, socio-economic levels, and life 
status of the two populations made the difference. An Okinawa 
or Anzio war veteran of about 30, with a wife and two children, 
would be expected to have more personal-gain motives, so far as 
rewards from a life work is concerned, than would a college 
student of 22 preparing to be a teacher. 
Closely following the above reason on importance of the 
work, was another reason, nHave a desire to serve the public 11 , 
which could be classified as altruistic and no doubt of an un-
selfish nature. It was number 12, and chosen by 189 respond-
ents, or 61 per cent. 
. I 
.As normally would be expected in a survey population whic 
seeks to shift employment, many would have present job dissatisl 
faction. Rather high on the list in number 16 position was the 
reason 11Not satisfied with present kind of work 11 • One hundred 
sixty-six respondents, or 54 per cent, selected this one. 11 Lac , 
of success in other jobs 11 was a kindred reason, but it was well 
down the list in position 43 with 34 respondents, or 11 ~er cen,. 
1/ Hatfield, Lewis W., Factors Accounting for the Choice of 
Teaching as a Vocation •. Unpublished Master's Thesis, Boston 
University, 1949. 
I 
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Many recognized the trend in recent years by selecting 
the reason "Government jobs are getting better 11 • This was 
number 23~ with 131 (42 per cent) of the subjects apparently 
aware of the higher salaries and other benefits which have be-
come effective for civil service employees since World War II. 
Others~ perhaps the older ones~ took cognizance of a 
truism which has been apparent for many years relative to the 
handicap of advancing age in getting a job. This thought~ con-
tained in the reason 11Work hard to get in private industry afte 
middle agerr~ was expressed by 64 (21 per cent), which placed 
the reason number 36. 
The influence exerted by guidance counselors and teachers 
was very small. Number 42 in the rank order.was item 19~ "Was 
advised by a guidance counseloru, which was selected by 35~ or 
only 11 per cent. Of still less influence was item 34~ 11 Took 
the advice of a teacher 11 ~ chosen·by 24 (8 per cent). It ranked 
45 or fourth from the bottom. The position of these two rea-
sons, in the lowest one-seventh of the rank order, may perhaps 
indicate a segment of our adult society which could benefit 
by more guidance and job counseling. It is pertinent here to 
point out that the 11 per cent who were advised by a guidance 
counselor to try for this civil service job~ is a much smaller 
group than the 39 per cent who ind~cated on the instrument that 
they had had some vocational guidance. 
53 
The guidance problem presented here is one which is 
difficult to solve. From the experience of the writer in dis-
cussing civil service opportunities with groups at high school 
ncareers Dayrr conferences, the near-graduates have little or no 
. . 
knowledge of such opportunities. It appears that high school 
guidance directors do very little about the problem. This is 
not adverse criticism of the failure to provide guidance, but 
rather a recognition of its relative futility. High school 
graduates, particularly males, are in no immediate position to 
seek civil service jobs because of restrictive age limits and 
veterans 1 preference. The picture is brighter, however, for 
the female graduates. 
Several reasons chosen were perhaps prompted more by 
sentiment than by judgment. The highest ranking of these was 
item 46, 11Had admiration for persons in this field of worktt, 
which came number 15 with 172 respondents, or 55 per cent. 
Comparable to this was item 40, 11Wanted this kind of work since 
boyhoodn, in position 28 with 104 respondents, or 34 per cent. 
Others of this type, but very close to the bottom of the rank 
order, were items 43 and 1 pertaining to the accommodation of 
a friend and family tradition respectively. 
Item 12, "Necessary to hold present job 11 , was the lowest 
in rank order in position 48. Two respondents, or less than 
1 per cent, chose this reason. An· explanation should be given 
54 
for the inclusion of this reason in the check list, since it 
4lt seems incongruous to be holding a civil service job and yet be 
required to take an examination in the future for it. The 
writer knew there were two individuals in the survey group who 
had been given provisional appointments as Motor Vehicle Exam-
iners. If such appointments are to become permanent, the re-
cipients must qualify by passing the next open competitive ex-
amination. Hence the item was put in the check list to cover 
these two applicants, with the expectation that it would be at 
or close to the bottom. 
~ 
considering the responses as a totality, it would be a 
relatively safe conjecture to say that any disturbing thoughts 
created by choices reflecting questionable motives would be 
offset by commendable preferences, since 30 per cent selected 
from 16 to 20 determining reasons as shown in the next table. 
It might also be assumed that these applicants had other rea-
sons buried in their thoughts which affected their decisions in 
addition to those suggested to them on the check list. 
Note: Reading Table 6 from the bottom to the top would 
give the rank order of reasons which had ttno influencerr on this 
study group in deciding to try for civil service jobs. 
I Frequency of multiple reasons chosen.-- The high percent- 1i 
age (38) of determining reasons chosen in reference to 
responses, including those of nno influencen, ·gives the 
the total! 
impres- ., 
I 
I 
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sion that the individual respondents had many reasons for de-
l ciding to try for a civil service job. For the purpo_se of 
establishing the degree and distribution of multiple reasons 
selected by the survey group~ a frequency count was made of 
this characteristic. 
This information is given in Table 7. 
Table 7. Number and Percentage of Reasons 
Checked by a Selected Group of 
Civil Service Applicants 
Number of Fre- Per cent 
Reasons Chosen quency 
~11 122 {32 
1- 5 ....... 2 0.6 
6-10 ....••. 13 4.0 
11-15 ....... 51 17.0 
16-20 ....... 93 30.0 
21-25 ....... 89 28.8 
2 6-30 ....... 41 13.0 
31-'35 ....... 18 6.0 
36-40 ....... 1 0.3 
41-45 ....... 1 0.3 
46-50 .....•. 0 0.0 
Total ...... 309 100 
A brief analysis of the data will show that a fairly 
normal distribution of the total number of reasons resulted. 
A large group, 30 per cent, had from 16 to 20 reasons for their 
decisions. Extremely clos_e was another group~ representing 
28.8 per cent, who selected from 21 to 25 reasons. The balance 
------==4 -== 
tapered· off sharply, with practically none at the extremes of 
few reasons or many reasons. 
The obvious conclusion is that this population of civil 
service applicants had many reasons for their desire to shift 
into public employment, with nearly 60 per cent having checked 
from 16 to 25 reasons of the 48 possible ones presented to 
them. 
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CHAPTER V 
STUDY OF THE BROAD AREAS OF MOTIVATION 
INTO WHICH THE CHECK LIST REASONS FIT 
1. Classification of Reasons into Related Groups 
Significance of composite groups of reasons.-- The find-
ings discussed in Chapter. IV disclosed the relative influence 
which many of the 48 check list reasons had on the survey 
group in affecting their decisions to seek a civil service 
job. Each reason was presented as a separate factor expressed 
in terms familiar to the population. It is now known,· so far 
as these applicants are concerned, which of these motivating 
factors were of outstanding importance. 
But more than that is desirable. It was felt that fur-
ther understanding of the impelling forces behind this desire 
to shift employment would be forthcoming if closely related 
·reasons could be grouped and given a heading suggesting the 
relatedness of the classified items. To accomplish this, all ~ 
reasons- suggested on the check list were finally classified II 
into seven broad fields or areas of motivation, each of which , 
I 
contained related or closely allied reasons. With the results 
of a second tabulation of the responses according to such a 
grouping scheme, some mass patterns of motivation were 
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presented. These could well prove more meaningful to our 
survey results than single~ isolated reasons. 
2. The Groups of Related Reasons 
Determination of the groups.-- All the check list rea-
sons were tentatively classified into eight related groups 
before. the experimental instrument was used in the prelimin-
ary survey. The sequence of the items in the final check 
list was based upon this first classification of groups. 
Later~ on closer analysis of the grouped reasons., a need for 
reassignment was apparent. To make an accurate assignment of 
all 48 reasons into their proper related categories proved to 
be a delicate task calling for a nice discrimination. Help 
on this matter was obtained by submitting the problem for dis-
cussion and revision to a group of graduate students enrolled 
in a seminar in Guidance and Personnel. After the analysis 
and recommendations of this group were considered~ several 
readjustments were made and the final grouping was determined 
The related groups of reasons were reduced from eight to sev-
en., under the following captions: 
1. Financial and economic 
2. Working conditions 
3. Life tenure of job 
4. Prestige 
II 
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5. 
6. 
7. 
Interest and adventure 
Present job dissatisfaction 
Influenced by. other persons 
Allocation and analysis of grouped reasons.-- The assign-
ment of the check list reasons to the broad groups of related 
reasons, with each group containing a varying number of fac-
tors, is shown below in the seven tables numbered 8 through 
14. Table 8 lists the items which more definitely are re-
lated to financial and economic factors. 
Table 8. Financial and Economic Reasons 
Item Related Check List Reasons Number Per cent 
(1) (2) (3) {4) 
14 Wanted present and future financial 
security 276 89 
23 Provides retirement pension plan 248 80 
2 Wanted job with reasonably good salary 233 75 
45 Provides vacation and sick benefits 206 67 
39 Need steady income to support family 175 57 
10 Wanted job with automatic salary 
increases 165 53 
33 Wanted a better paying job 139 45 
28 Salary will give me higher living 
standards 104 34 
20 Provides better pay than private 
employment 96 31 
Of the nine items in this group, six pertain directly to 
such monetary factors as salary, pay, pension and income. The 
others are related to financial or economic factors since they 
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involve living standards~ sick benefits and financial secu-
rity. Some argument may be advanced that the reasons concern-
ing future financial security, steady income and pension plan 
should come under Life Tenure of Job, but in the final: ·analy-
sis these factors represent money increment. Also, the item 
on vacation and sick benefits might have been assigned under 
Working Conditions, but here again these fringe benefits are 
ultimately translated into money or its equivalent. 
Table 9 lists the items which are related to working 
conditions factors. 
Table 9. Working Conditions Reasons 
Item Related Check List Reasons Number Per cent 
(I) (21 ~3i (41 
26 Work provides good general working 
conditions 266 86 
38 Wanted outside work 156 50 
44- Wanted regular hours 153 50 
22 Government jobs are getting better 131 42 
16 No labor trouble in civil service 112 36 
7 Wanted lighter and easier work 70 23 
9 Wanted work close to home 36 12 
8 Influenced by poor health 27 9 
12 Necessary to hold present job 2 1 
This caption is rather flexible, but in general the fac-
... ' .. . 
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tors usually considered as coming under the working conditions 
of a particular job would include physical attributes of the 
plant or place of employment, hours and type of work; conven-
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lences_, h~alth hazards_, employee privileges_, and other con-
ditions which make the job pleasant or burdensome. The 
questionable item here is 22, rrGovernment jobs are getting 
better 11 _, which is rather general. Such jobs are getting bet-
ter financially, but other features of improvement more 
naturally come under working conditions. 
In this group we see three reasons, 7, 8, and 9, in se-
quence as. they appeared on the check list, a condition which 
was unintentional. It resulted because of the final elimina-
tion of one group and the consequent reassignment of some 
check list items. It no doubt is a minor detail which would 
have no appreciable effect on the responses. 
Table 10 lists the items which are related most defi-
nitely to tenure factors. 
Table 10. Life Tenure of Job Reasons 
Item Related Check List Reasons ' Number Per cent 
(1) (2) ( 3) (4) 
11 Wanted job security for life 286 93 30 Wanted steady employment with no 
lay-offs 239 77 4 Right to appeal los~ of job 80 26 15 Difficult to get satisfactory private 
employment 68 22 36 Work hard to get in private industry 
after middle age 64 21 
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In this group of reasons are items which express the 
general desire for job security~ with the vague fear of immedi-
ate or eventual search for new employment removed. This means 
a great deal to adult~ family men. Workers who can satisfy 
this desire, do their job with greater ease of mind and less 
tension or worry. They would possess, perhaps, the most po-
tent single factor contributing to lasting occupational. 
adjustment. 
On the other hand~ this desire_, once achieved., could be a 
decidedly harmful factor from which might arise a sense of 
complacency deleterious to the best interest of the employer. 
This is because of the great difficulty involved in removing 
an unsatisfactory or practically worthless employee from a 
government job. Because of the right of appeal, hearings_, 
political pressure and formalized red tape which can result if 
the employee resists the removal to the last resort open to 
him, removal proceedings are often abandoned as hopeless and 
the employee transferred to greener pastures to await retire-
ment. This is particularly applicable in the federal service. 
The procedure is simpler under the state civil-service rules, 
but even there the methods are circuitous and the employee 
must be definitely on the questionable side to have the dis-
missal upheld. Penalties involving temporary suspensions with 
loss of time are the usual thing. 
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But~ this controversial inducement to seek government em-
ployment listed in item 11~ nwanted job security for life":~. 
turns out to be the most popular individual reason selected by 
our survey group. It was number one in the rank order with 93 
per cent selecting ·it on the check list. Item 30 was also 
high in rank order:~ being number eight. Item 15, pertaining 
to satisfactory private employment, is a questionable assign-
ment in this group. It doesn't seem to fit· satisfactorily in 
any of the groups. nsatisfactory 11 could apply to working con-
ditions nearly as well as to tenure. 
Table 11 lists the items which are related to prestige 
factors. 
Table 11. Prestige Reasons 
Item Related Check List Reasons Number Per eent 
{I1 {21 t31 (4i 
42 Felt the work was important 221 72 
27 Have a desire to serve the public 189 61 
18 Wanted a position of trust 188 60 
46 Had admiration for persons in this 
field of work 172 55 
24 Wanted prestige of a government job 94 30 
35 Provides opportunity for making good 
personal and business contacts 59 19 
3 Wanted a white-collar job 53 17 
In this group are the items which represent intangible 
reasons. They would be influential to persons who place more 
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importance on a feeling that the work is worthwhile and of 
service to society rather than on the need for material gain. 
From this survey group~ these items would not be expected 
to place high in the rank order for all reasons, having in 
mind that the top nine reflect the general idea of personal 
gain. However~ four of the seven reasons here follow the top 
nine very closely. Item 42 was number 10, item 27 was number 
12, item 18 was number 13, and item 46 was number 15. So it 
may be said that these four reasons, clustered very closely 
under the top nine, would indicate that this population was in 
large measure influenced by quasi-altruistic reasons, albeit 
secondary to the paramount influence of financial factors. 
Table 12 lists the items V!lhich are related to interest 
and adventure factors. 
Table 12. Interest and Adventure Reasons 
Item Related Check List Reasons 
(1) (2) 
32 Would enjoy the type of work 
5 Interested in this field of work 
17 Have a liking for this specialized 
field 
37 Wanted personal satisfaction from 
results of work 
48 Wanted freedom from.work monotony 
6 Curious about the kind of work 
40 Wanted this kind of work since boyhood 
41 Appeal of excitement of the work 
25 Have had success in similar work 
31 Only job I think I can do well 
Number 
(3)" 
285 
281 
268 
163 
110 
108 
104 
91 
60 
50 
Per cent 
(4) 
92 
91 
87 
53 
36 
35 
34 
29 
19 
16 
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In this group, to which 10 reasons were allocated, are 
found iteiDB which represent the frosting that goes with some 
jobs. They are factors which make the work at times eXhila-
rating, a feature over and above the normal rewards of labor. 
A few of these items stood very high in the rank order of all 
reasons, but most of them were in the·lower one-half of the 
order. 
The high ranking ones were items 32, 5 and 17 which were 
in positions 2, 3 and 5 respectively in the individual rank 
order. The balance were ~ositioned between 18 and 40, inclu-
sive. The reasons suggesting enjoyment and interest in the 
work, coming number 2 and 3 in the rank order, are the most 
significant so far as influencing motives are concerned. 
Items 25 and 31, in positions 37 and 40 respectively, are very 
closely related in their suggestion of certainty on the part 
of the applicant as to his ability to handle a new line of 
work. The balance of the reasons, with the exception of item 
17, ranking number 5, seem to be of no significant consequence. 
However, it might be expected that item 41, relative to the 
excitement of the work, would rank higher than number 32 with 
this particular survey group. 
Again in this area, we have two items, number five and 
six, which were in sequence on the check list, due to the cir-
cumstances mentioned above under the working conditions group. 
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The first three items in the table on Interest and Adven-
ture appear casually to convey almost the same idea or motive. 
This became obvious after the final shuffling which brought 
related reasons into single composite groups. Interest and 
curiosity, however, may come to a parting of the ways after 
temporarily sojourning along a mental path of common ground. 
Interest may remain indefinitely after curiosity has been 
satisfied. The latter is usually temporary in nature, and the 
former may be temporary or permanent. Or, both may end abrupb 
ly with interest lost when curiosity is gone. 
This differentiation between these two items is obviously 
a hindsight justification for having both of them in the final 
draft of the check list. The writer now feels that had he 
noticed their apparent similarity when they were originally 
assigned to different groups, he would have eliminated one or 
combined the two into one reason. But, justification seems 
fairly well establisheq when it is seen how the survey group 
considered them. The reaction of the subjects perhaps should 
be the final judge. By reference to Table 6, giving the rank I 
order of all reasons, item 5 on interest in the work is number 
three, chosen by 91 per cent of the respondents. Item 6, 
relative to curiosity about the work, is number 26, selected 
by 35 per cent. So we can at least conclude that our popula-
tion saw a marked distinction between the two items, despite 
II 
I 
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the fact that they were juxtaposeq on the check list. 
Item 17 in this group involves the idea of liking or 
fondness for the field of work and seems close to the concept 
of interest. It was close to the item on interest in the rank 
order_, being two positions below as number five. These two 
factors are so closely related as to be almost synonymous_, but 
in reality they are two different finely separated attitudes. 
Interest may generate a liking and vice versa_, having the re-
lationship of cause and effect. At any rate_, the survey popu-
lation considered them with almost equal popularity or fre-
quency_, even though they were well separated on the check list. 
Table 13 lists the items which are related to present job 
dissatisfaction. 
Table 13. Present Job Dissatisfaction Reasons 
Item Related Check List Reasons Number Per cent 
(1) ( ~) (3) (4) 
21 Not satisfied with present job 166 54 
13 No chance for promotion in present job 132 43 
47 Had lack of success in other jobs 34 11 
Only a few items were placed in this group_, with number 
~. 21 coming out on top in position 16 in the rank order. It was 
selected by 166 or 54 per cent of the respondents. The others 
were far down in the order_, with item 47 almost at the bottom. 
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The total influence of the group would be small~ but item 21 
1lt would still be an outstanding reason for changing employment~ 
and it is generally known to be such unoer any situation call-
ing for an occupat~onal change. 
·. 
Table 14 lists the items which are definitely related to 
the influence exerted by other'persons. 
Table 14. Influenced by Other Persons Reasons 
Item Related Check List Rea_sonf3.. Number Per ient 
(1) (2} {3) (4) 
29 Followed the suggestion of a relative 91 29 
19 Was advised by a guidance counselor 35 11 
34 Took the advice of a teacher 24 8 
43 Tried for this job to accommodate 
a friend 14 5 
1 Desired to follow family tradit.ion . 10 3 
Here is a group of factors which really emphasizes the 
fact that this population had its own reasons for preferr~ng 
civil-service jobs. The subjects of the survey~ as shown by 
the frequency of their responses to these five items, were not 
subject to the influence of other persons~ except to a very 
negligible degree. 
Item 29, uFollowed the suggestion of a relative or 
friend~" was the highest, placing number 31 in the rank order 
with 91 respondents (29 per cent). The other four reasons 
i 
were grouped almost as low as they could go in the rank order.j 
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Items 19) 34) 43 and 1 had individual rank orders of 42) 45, 
46 and 47 respectively. The role of the guidance counselor 
and teacher was extremely small as an influencing factor. The 
last position on the rank order table is 48, and the dubious 
distinction of occupying that spot goes to item 12 on tne ChecM 
List, 11 Necessary to hold pre13-ent job, n which is not assigned' 
to this table. This item was briefly discussed in Chapter IV 
as one which was included merely for the benefit of two sub-
jects already holding the job sought. It could not apply to 
any of the other 307 subjects. Therefore, for practical pur-
poses to be applied to the general population of the.survey, 
three of the five reasons in this group were at the bottom of 
the rank order. The total responses for this group of rea":' 
sons was 174, only 2.7 per cent of the total determining 
responses. 
Here again in this group are two reasons so closely 
related that it may appear difficult to distinguish between 
them as representing different motives. These are items 29 
and 43. Is it the same thing to follow the suggestion of a 
friend as it is to accommodate a friend? Possibly, but not inj 
the opinion of the writer. The surv~y population apparently 
did not think so, since 29 per cent checked item 29 and 5 per 
cent checked item 43. This variance in the rank order of the 
items would indicate that the ~ubjee~s made a distinction 
( 
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between them~ 
3. Relative Dominance of Groups 
Influence exerted by the groups.-- The above analysis ofl 
the check list reasons in reference to their affinity under I 
areas of motivating influence~ naturally leads to a query con-/ 
cerning the relative influence exerted by each group and which 
were most dominant. The following Table 15 provides the an-
swer to this question and gives the rank order of the seven 
groups. 
I 
I Rank Order of the Seven Groups of Related Reasons 1 
II 
Table 15. 
Rank Nlilml:i>er ext: Combined Per , 
Order Groups of Related Reasons Reasons Reasons Cent I in Group Chosen 
I (1) (2) {3) (4) (S) 
I 
1 . .... Financial and economic 9 1642 26 I 2 • ..... Interest and adventure 10 1520 24 
3 ...... Prestige 7 976 15 
I 4 • •••• Working conditions 9 953 15 
5 • •.•. Life tenure of job 5 737 12 I 
I 6 . . . . . Present job dissatisfaction 3 332 5 I 
7 . ..•• Influenced by other persons 5 174 3 I 
Total . . . . . . . . . . . . . . . . . . . . . . . . . . . . 48 6334 100 I 
1 
I 
I 
This rank order confirms in some measure the trend of 
influence exerted by the separate factors which was apparent 
above in the analysis of individual reasons. Some indication I 
also was given in Table 6~ showing the rank order of the. checkl 
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list reasons with the top nine items reflecting a definite 
leaning towards motives representing material and personal 
gain:, .. that the Financial and Economic group would be the 
dominant one. 
It should be noted that the quantity of combined reasens 
chosen under each group is affected by the number of reasons 
assigned to the group. An ev~n distribution of the 48 
reasons into seven groups could not be forced. Only one 
group~ Prestige~ has the proper number of reasons (7)~ had ~he I 
distribution been equal. I 
But this characteristic of the grouping, which at first 
glance may raise a question as to the validity of the rank 
order~ would on close scrutiny affect the position of only 
one group. Life Tenure of Job~ which would be raised to the 
third positio!l if ,_we were to give consideration to the average I 
number of reasons chosen for each individual reason within a 
group. An upward change in the position of this group to its 
proper place would consequently lower the two groups now in 
positions 3 and 4. This group on Tenure contains the number 
one ranking reason of all the items~ "Wanted Job Security for 
Life," with 93 per cent choosing it. The impact of this rea-
son alone tends to create the feeling that Life Tenure should 
be higher than number 5. 
On examination, the relative dominance. of the other 
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groups would not be affected by the unequal group assignment 
of reasons. The average number of responses for each reason, 
based on total responses made, is 132. The average for Finane<: 
cial and Economic reasons is 182, considerably above the gen-
eral average, whereas the average for the Interest and Adven-
ture reasons is 152. The fact that the Financial group has 
one less reason with more total responses than the Interest 
group is sufficient to establish its undisputed position as 
number 1. 
The Interest and Adventure group properly belongs in the 
number 2 position. Its average number of responses chosen for 
each reason is 152, which is higher than any of the others be-
low it •. Prestige must rank above Working Conditions with less 
reasons and more responses. The last two groups are in their 
proper standing for the same reason. 
Considering the study group used in this survey in terms 
of age, background, and socio-economic levels_, it is under-
standable that Financial and Economic factors should be fore-
most in guiding their decisions to try for civil service ap-
1 
pointments. Those in the younger age bracket are usually try-1 
ing to get a start in life and support a family. Salary and 
other financial matters to them are usually paramount to other 
considerations. Why shouldn't their reasons for desiring a 
change be primarily related to finances? Many of the older 
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ones are no doubt influenced by the same factors. 
~ · The Interest and Adventure area comes out a close second 
.. 
--
in the rank order with only 120 fewer total responses. Such a 
job as these applicants are seeking has certain attributes 
which suggest adventure and stimulate interest. Amon~ these 
would be the badge and uniform, position of authority in rou-
tine duty-contacts with~the public, and the investigation and 
court prosecution of motor vehicle law violations. Many un~ 
usual things may happen in the course of a day's work. ·An ·un-
expected tragedy or a welcome burst of humor can happen any-
time. All sorts and kinds of people are encountered, and pe-
culiar sit-uations need to be unravelled. There are not many 
dull moments to be tolerated. Persons with an alert interest 
in human nature and an adventurous spirit would be impelled by 
these reasons to·seek this particular field of work. 
The high number of total responses to the Prestige group 
of reasons, although far below the top two groups by nearly 
600, would indicate that the survey group was commendably mo-
tivated to a substantial degree by such factors as service to 
the public, impo:r;-tanee of the work, and desire for a position 
of trust. These reasons, plus the fact that. pe~sons holding 
positions. sought by these applicants are labelled 11public serv-
antsrr, lend weight to the conclusion that this population is 
imbued with an urge for social service to an appreciable 
II 
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extent. A further supporting f'act is that the number one itern 
in the credo of the state department in which these applicants 
seek jobs is 11 service to the public which pays the salaries 11 • 
All workers want at least tolerable Working Conditions. 
This population placed the £'actors corning under this group on 
an almost equal plane with prestige. They are for the rnost 
part of' a commonplace nature. Three of the nine iterns were 
selected by 50 per cent or more of the subjects, and the bal-
ance were rather low in rank order. 
The attraction of Life Tenure which attaches to civil 
service jobs, once a permanent status is achieved, seems to be 
the central thought in the rnind of the average applicant. The 
sense of security which it generates is.what they all want 
most, and this survey group chose 11 job security for life 11 as 
the most influencing factor. Other components of this group, 
including right of app?al from dismissal, no work lay-of'fs, 
and the difficulty and hazards connected with private employ-
ment after middle age, all contribute to the solid character 
of this group of reasons. But still they did not place high 
in rank order as individual reasons. Two of the five placed 
one and eight, while the other three.were number 33, 35, and 36. 
It. is surprising that the factors under job dissatisfac-
tion did not stand out with more emphasis. Even though the 
group had only three reasons in it, the average number of' 
responses for each reason was 110, far below the general aver-
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age of 132. It would reasonably be expected that persons seek~ 
tt' ing a vocational change would do so primarily because they 
don 1 t like the job they presently hold. 1/ But this population 
wanted a change for the inherent~ attractive qualities in a 
prospective job rather than' the deficiencies in their present 
work. However~ a single reason from the group~ item 21 {Not 
satisfied with present kind of work) had an individual rank . 
order of 16 and was selected by 166 respondents, or 54 per 
cent. The other two were well down the order at number 22 and 
43. 
The group which was least dominant of all, at the bottom 
of the order, contained what should have been more potent fac-
tors of influence. The amount of influence exerted by other 
persons on the study group averaged only 35 responses for each 
of the five reasons, a weak comparison to the over-all average 
of 132. Persons making any kind of change which can affect 
their whole future do, as a rule, lean heavily upon the advice 
and counsel of others. 
It might be concluded that the same would hold true here. 
But the figures show the contrary - and for good reasons. 
Considering the age and general life status of our survey 
group, it can be seen why the subjects were very s_1ightly 
1/ White, J. Gustav, Changing Your Work? Association Press, 
New York, 1946, p. 67. 
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influenced by such factors in this group as advice by a guid-
~ ance counselor or teacher and family tradition. These appli-
cants are too far removed from school to have any contact with 
teachers so far as vocational advice is concerned. The same 
can be said in reference to advice by a guidance counselor. 
Once school is over~ where do you go for vocational guidance? 
The average adult maybe doesn't know~ or give it a thought. 
True~ there are professional job counselors for adult guidance-
at a relatively high fee. But the average person~ as repre-
sented by our population, usually goes to an empl9yment agency 
when he is out of a job. Our population is 99 per cent em-
ployed, so they don't need to think of ari employment agency. 
In short~ this group represents a forgotten or neglected seg-
ment of adult workers so far as guidance is concerned. 
The highest item here in the individual rank order is 29~ 
concerning the suggestion of a friend or relative. And even 
that is low in position 31. All the others~ as pointed out in 
Chapter IV are right at the bottom in positions 42, 45, 46 and 
47. Item 1 on family tradition may apply, and be of influence~ 
to younger persons just starting to work and to the wealthier 
classes~ but not to this population. 
And so our Table 15 is very significant~ in both its 
affirmative and negative implications. 
l 
CHAPTER VI 
SUMMARY AND CONCLUSIONS 
1. Summary 
The problem restated.-- This study is concerned with the 
problem of determining the factors which primarily influence 
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the decisions of workers in private employment to seek a· . I 
change into government service. To achieve this objective~ 
it was deemed adequate to obtain and analyze, by tabulating 
the responses to a check list~ the reasons why a selected 
group of applicants prefer a civil service position. 
2. Major Findings 
Highlights of the study.-- From this survey a substantial 
number of major findings has been ascertained. These are 
summarized as follows: 
1. In considering the individual reasons which in-
fluenced our survey group, it is noted that they are of a 
wide variety. They range from purely selfish or personal-
gain motives to lofty desires to serve the public, with all 
levels between these two extremes represented. 
It is self-evident that, so far as our survey group is 
representative, the first five reasons on the rank order 
table are the salient ones for civil service applicants. 
These are as follows: 
1. Wanted job security for life 
2. Would enjoy the type of work 
3. Interested in this field of work 
4. Wanted present and future financial security 
5. Have a liking for this specialized field 
These top-ranking reasons, as pointed out before, are 
all ego-centric and imply that this population is looking for 
personal gain and self-satisfaction. They were chosen as 
determining reasons by 87 per cent to 93 per cent of the 
subjects~ which makes them really dominant. It is necessary 
to go down the rank order to number 10 to find a choice 
which suggests the spirit of social or public service. This 
item is, nFelt the work was important, 11 selected by 72 per 
cent. 'It<~wdua~·~appear that personal reward, both material 
and psychological, is the paramount, central desire. 
2. Relatively few were influenced by the advice of a 
guidance counselor or teacher, persons whose help could be 
most valuable. These subjects are no doubt amenable to such 
help if it were available to them, and the implication is 
that such was not the case. That this survey group, and 
the adult workers which it represents, needs some expert 
vocational guidance would be a safe finding to make. 
3. It has been shown that a wide variety of different . 
reasons affected the choice of our survey group. From the 
data given in Table 7, showing the multiplicity of reasons 
79 
chosen by the subjects~ a finding is warranted that a 
majority of them were influenced by many reasons. Well over 
one-half of the population selected from 16 to 25 reasons. 
This could show the alertness of the group to the many fac-
tors which contribute to occupational adjustment. Many of 
the reasons in the check list~ chosen in large or small meas-
ure by our population~ are found to be basic motives in the 
occupational choice of job-seekers in general. 
: _4:_. The implications derived from the data shown in Table 
15~ showing the rank order of the related areas of influence~ 
lead to the inference that financial and economic reasons~ 
as a group~ bad the greatest impact on our population in their 
quest for new employment. These are material reasons of bene-
fit to the individual~ and again the same thought as: to per-
..:- . 
sonal gain is for.emost 7 as was apparent above when the top 
five individual reasons were analyzed .. In making a comparison 
between the implications of the grouped reasons with the top 
five individual reasons~ the first two groups in rank order 
must be combined~ as the Interest and Adventure area contains 
two of the top individual reasons. The related reasons 
! 
grouped under Life Tenure of Job are considered to be practical~ 
and solid factors of choice~ and it is a con.vincing finding 
that our study group was cognizant of their importance to 
middle-class workers. 
80 
5. One o~ the most valid ~indings, which can be made 
in estimating the implications o~ our grouped reasons, would 
be the ~act that this population was not "In~luenced by other 
persons 11 in their pre~erence ~or civil-service jobs. They 
had their own reasons and did not seek or ~ollow the advice 
o~ counselors, teachers, ~riends or relatives. This may in-
dicate that they are independent thinkers to some extent. It 
may also imply that, because o~ their age- and work experience, 
they know what they want ~rom practical contact with the 
world of' work. 
6. 0~ little impact was the area o~ in~luence repre-
sented by the related individual reasons under 11 Present Job 
Dissatis~action." The population sought a change ~or the 
sake o~ an improved ~inancial and secure future, rather than 
because o~ a dissatis~ied attitude towards their present work. 
7. In Chapter I, under Purpose o~ the Study, certain 
questions were presented ~or which we now have some de~inite 
answers. The ~ollowing findings, based on all our data, give 
the answers: 
a. Our population, as ~ group, did not act on 
the advice of a parent or other person. 
b. The subjects apparently do seek ~inancial 
and job security because o~ their own 
experience. 
c. Prestige and adventure, o~~ered by some job 
classi~ications, were potent factors o~ 
in~luence. 
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d. It was not vocational guidance which pointed 
out to this survey group an ultimate 
occupational goal. 
In the same Chapter, under 11 Justi.fication of the Study, 11 
it was deemed primarily important to discover the determining 
reasons which are causing a shift in employment status .from 
private to public. The compilation of our check list data 
bas disclosed these reasons, on an individual factor basis 
as well as on more broad bases o.f grouped related reasons. 
8. Under the same beading in Chapter I, three added 
or incidental elements of justification were enumerated. The 
significance of the data in Table 6 and Table 15, showing 
the rank order of the individual reasons and of the grouped 
reasons respectively, is pertinent to these elements. 
Element number 1, which pertains to inefficiency of 
government personnel, can be considered in the light of what 
our data disclose. We can at least draw an implication or 
discern a close connection between the summaries of our check 
list data and the thought contained in this element. The as-
sumption of a categorical conclusion would be .foolhardy. But 
we can make the inference that a group of persons whose 
dominant influencing motiv~s reflect material personal gain, 
desire .for self-satisfaction, and a 11me .firsttt attitude may 
be amenable to a gradual decline of spirit which would .finally 
lead to inefficiency. Such persons may eventually tend to 
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"iet the other fellow do it. 11 
9. A finding can be made from our survey results that 
there is a need for greater guidance effort in the high 
schools in reference to government jobs, a question raised 
by item 2 in the list of justification elements. And there 
is a definite place for greater use of adult job counseling 
for a population such as ours, as mentioned in item 3 of the 
same list. 
10. Our population of civil service applicants had no 
extended opportunity to follow the pattern of sequential y 
stages as outlined by Ginzberg. Their period of crystal-
lization, if they had one, where all relevant forces bearing 
on a decision are synthe~:ized, was not direc·tly related to 
an exploratory stage. Very likely, there was no narrowing-
down process from a general to a specific choice. As for 
the large majority of our survey group, they were not in-
fluenced by their propensity or natural inclination for the 
choice made. A relatively small portion (about 25 per cent) 
of the subjects, as shown by the rank order of occupations 
in Table 4 on page 40, were engaged in work which was allied 
to the work desired. These would be occupations pertaining 
1J Ginzberg, Eli, and Associates, Occupational Choice. 
Columbia University Press, New York, 1951, P. 105. 
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,to automobile mechanics~ law enforcement officers~ and the 
./ 
like. 
3. Conclusions ~nd Recommendations 
Conclusions.-~ It can be safely concluded that~ on the 
whole, the check list was adequate, since it did serve the 
purpose for which it was constructed. It does identify and 
suggest~ in apparent completeness, the reasons or motivating 
factors which influenced the civil service applicants com-
prising the survey group~ since no additional ones were writ-
ten in. The items can all be considered valid. Each one 
appeared in the tabulation of determining reasons~ and all 
were therefore represented in Table 6 ~ which shows the rank 
order of such reasons·. 
It may be also concluded that~ in addition to the re-
sults and implications already derived from the check list 
data~ more information and unders-tanding relative to this 
particular problem of· motivation could be obtained by further 
research. 
The validity of the conclusions drawn depends on the 
data obtained by the check list~ and this in turn is complete 
only if the reasons contained in it are sufficiently exhaustiv • 
e It can be assumed.that the 48 reasons of the check list are 
not the only factors which could have influenced this popula-
tion. Others must exist which were not identified because 
of the limited scope of this survey. Further study might 
disclose some of these and determine their influence. 
Recommendations.-- Another survey, broader in scope so 
far as population is concerned, would reveal whether the 
findings as to this group of applicants seeking one particu-
lar civil service job would prove the same, or nearly so, 
if the study group used consisted of applicants seeking a 
variety of jobs. Further research in this direction would 
either verify or vitiate the applicability of c.onclusions 
thus far reached as they might pertain to all civil service 
applicants. 
Perhaps the most valuable contribution which further 
study could provide would be a survey particularly designed 
to determine and isolate basic characteristics or attitudes. 
. I·: 
of civil service applicants which later mature into work 
habits leading to the previously mentioned inefficiency. Such 
a survey may end in a blind alley and show that, witn human 
. . 
nature being what it is, a control group .seeking some private 
employment such as teaching, would have essentially the same 
b.asic characteristics in this respect as a group of civil 
service applicants. 
I I. 
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APPENDIX A 
A C H E C K L I S T 0 F R E A S 0 N S 
F 0 R W A N T I N G A C I V I L S E R V I C E J 0 B 
* * * * * * * * * * 
This check list is part of a survey which I am making of my 
students. Please answer the following questions in the manner in-
dicated. 
Walter To Donohue 
Donohue 1 s Civil Service School~ Inc. 
2-71 Huntington Avenue 
Boston~ Massachusetts 
* * * * * * * * * * 
Personal :Qata 
Simply check boxe·s!i1where applicable o 
1. Name (if.you wish) _________________________ __ 
3. Sex~ -Male D Female ·o 
50 Veteran: yes D no 0 
4. Married D 
2. Age _______ _ 
SingleD 
6. Civil Service job you are seeking __ ~~--------------------~----­(name of examination) 
7. Previous Education: 1~ 2~ 3~ 4, 5, 6~ 7~ ·8~ 9~ 10~ 11, 12~ 13, 
14 ,· 15, 16. (encircle the h_ighest year completed in school) 
8. Are you now employed? yes D noD 
g. What is your usual occupation?~--~~--------------------------~-
- · , · - (type of work - not employer) 
10. Have you taken a Civil Service test ·before? yes.D no CJ. 
If answer is yes, did you pass? yes .Cl no .r:::l 
11. Have you ever had any vocational guidance? yes D no D 
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C H E C K L I S T 
The following check list is a simple method of determining how 
each of the following reasons (numbered l to 48) influenced your de-
cision to try fo~ a Civil Service job. 
IN.'3TRUCTIONS: Place a check mark ({) in ONE of the tvJO boxes 
in front of EACH REASON. Select the box which shows the influence 
each reason had on your decision. Check EVERY REASON but check ONLY 
ONE BOX. 
Box 
l [l[ 
l 
D 
:Oox 
1 
10 
1 
20 
1 
30 
1 
40 
1 
50 
1 
50 
1 
7 .0 
1 
80 
1 
90 
1 
100 
1 
110. 
1 
120 
Box 
2 
0 
~ 
Box 
2 
D 
2 
D 
2 
0 
2 
D 
2 
D 
2 
0 
2 
.0 2. 
D 
2 
D 
2 
0 
2 
D 
2 
D 
CHOOSE THE BOX TO BE CHECKED AS FOLLOWS: 
Box l. No influence 
Box 2. One of the most determining reasons. 
SAMPLE OF. HOW TO CHECK BOXES: 
Wanted clean living job. (This reason had no influence 
on you~ so check box 1.) 
Followed guidance testing results. (This was one of the 
most determining reasons~ so check box 2.) 
Desired to follow family tradition. 
Wanted job with reasonably good salary. 
Wanted a white-collar job. 
Right to appeal loss of job. 
Interested in this field of work. 
Curious about the kind of work. 
Wo.nted lighter and easier work. 
Influenced by poor health. 
Wanted work close to home. 
Wanted job with automatic salary increases. 
Wanted job security.for life, 
Necessary to hold present job. 
Box 
1 
13 0 
1 
14 0 
1 
15 0 
1 
16 D 
1 
17 D 
1 
18 D 
1 
19 D. 
1 
20 D 
1 
21 tJ 
1 
22 D 
1 
23 D 
1 
24 D 
1 
25 0 
1 
26 tJ 
1 
27 D 
1 
28 0 
1 
29 f? 
30 D 
1 
31 D 
1 
32 D-
1 
33 D 
1 
34 0 
1 
35 0 
1 
36 .0 
1 
37 0 
1 
38 D 
1 
39 0 
Box 
2 
0 No chance for promotion in present job. 
2 
[] Wanted present and future financial security. 
2 
IJ. Difficult to get satisfactory private employment. 
2 
0 No labor trouble in Civil Service. 
2 
[] Have a likeness for this specialized field. 
2 
0 vJanted a position of trust. 
2 
0 v·Tas advised by a guidance counselor. 
2 
[] Provides better pay than private employment. 
2 
D Not satisfied with present kind of worko 
2 
CJ Government jobs are getting better. 
2 
[] Provides retirement pension plan. 
2 
D. w.anted prestige of a government job. 
2 
D Have had success in similar worko 
2 
D Work provides good general working conditions. 
2 
[] Have a desire to serve the public. 
2 
D Salary w·ill give me higher living standards. 
2 
D Followed the suggestion of a relative or 1friend. 
2 
[] Wanted steady employment with no lay-offs. 
2 
D Only job I .think I can do well. 
2 
.D \t'J'ould enjoy the type of work. 
2 p Wanted a better paying job. 
2 
0 Took the advice of a teacher. 
2 
[] Provides opportunity for making good personal and 
business contacts. 
2 
0 Work hard to get in private industry after middle age. 
2 
0 Wanted personal satisfaction from results of work. 
2 
0 Wanted outside work. 
2 q Need steady .income to support family. 
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?" 
40 
41 
42 
.e 43 
44 
45 
46 
47 
48 
49 
50 
Box 
1 
D 
1 
D 
1 
D. 
1 
D 
1 
D 
1 p 
1 
D 
1 
D 1 
D 
Box 
.2 
D 
2 
0 
2 
0 
2 
0 
2 
0 
2 
0 
2 
0 
2 
D 
'2 
D 
Wanted this kind of work since boyhood" 
Appeal of excitement of the work. 
Felt the work was important. 
Tried for this job to accommodate a friend. 
wanted regular hourso 
Provides vacation and sick benefits. 
I 
Had admiration for persons in this field of work. 
Had lack of success in othe'r .jobs. 
Wanted freedom from work monotony. 
If you had any reason or reasons not listed above, use the 
following blanks. 
* * * * * * * * * * 
Do you believe that your responses, as listed above, satisfac-
torily reflect your reasons for deciding to get a Civil Service 
job? yes D. no D 
In the space below, state in your own words YOUR REASONS for 
wanting a government job? This statement is optional. 
89 
,. 
_., . 
.. 
SELECTED BIBLIOGRAPHY 
• 
• SELECTED BIBLIOGRAPHY 
1. Baer~ Max F.~ and Edward C. Roeber~ Occupational 
Information. Science Research Associates, 
Inc¥~ ChJ.cago~ 1951. 
2. Ginzberg., Eli., and Associates, Occupational Choi-ce. 
Columbia University Press, New York~ 1951. 
3. Hatfield, Lewis W.~ Factors Accounting for the Choice 
of Teaching as a Vocation. Unpublished Mast~r 1 s 
Thesis, Boston University, 1949. 
4. Kitson, Harry Dexter, How to Find the Right Vocation. 
Harper & Brothers, New York, 1947. 
5. Twombly, Gertrude E., The Attitude of Secondary School 
Students Toward Certain Factors Affecting Occupa-
tional Choice. Unpublished Masterts Thesis, 
Boston University~ 1950. 
6. United States Department of Labor, Employment Service~ 
Dictionary of Occupational Titles, Part I. 
United States Printing Office, Washington, 1939. 
7. White., J. Gustav, Changing your Work? Association Press 
New York., 1946. 
1r 
91 
